Abstract Using an open-ended questionnaire, this research firstly collects data from 249 managers and employees in various companies to identify behaviors and characteristics of transformational leadership in China. A content analysis reveals that transformational leadership includes eight specific categories in China. Then, transformational leadership questionnaire (TLQ) is developed in the second study by means of expert discussion. Exploratory factor analysis (EFA) of data from a sample of 431 employees shows that transformational leadership is a four-dimension construct in China, including moral modeling, charisma, articulate vision and individualized consideration. The third study further confirms TLQ's construct validity through confirmatory factor analysis (CFA) of data from another sample of 440 managers and employees. Internal consistency analyses and hierarchical regression analyses indicate that TLQ has sound reliability and concurrent validity.
Introduction
Transformational leadership has drawn academic attention over the past 30 years as a new paradigm for understanding leadership. According to Bass (1995) , transformational leaders stimulate followers to realize the important meaning of the tasks they are responsible for, motivate their high level needs for growth and development, establish a climate of mutual trust, stir their employees to look beyond their own self-interests for the good of the group, and achieve performance beyond expectations. Bass developed an instrument to measure both transactional and transformational leader behaviors and to investigate the nature of the relationship between these two leadership styles as well as between work unit effectiveness and satisfaction. The resulting instrument, the multifactor leadership questionnaire (MLQ), was conceptually developed and empirically validated to reflect the complementary dimensions of transformational and transactional leadership with sub-scales to further differentiate leader behaviors (Bass and Avolio, 1996) . Three of the five scales were identified and defined as characteristics of the transformational leadership, including charismatic-inspirational leadership, intellectual stimulation, and individualized consideration (Bass, 1985 (Bass, , 1995 . Later, Bass et al. further divided Charismatic-Inspirational Leadership into two dimensions, namely charisma or Idealized Influence and inspirational motivation. Therefore, a four-dimension model came into being: charisma or idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Bass and Avolio, 1990; Bass and Avolio, 1996) . The first two components represent the notion of "charisma" and are similar to behaviors specified in theories of charismatic leadership. Inspirational motivation includes the creation and presentation of an attractive vision of the future, the use of symbols and emotional arguments, and the demonstration of optimism and enthusiasm. Idealized influence contains behaviors such as sacrificing for the benefit of the group, setting a personal example, and demonstrating high ethical standards. The third component, individualized consideration, includes providing support, encouragement, and coaching to followers. The fourth component, intellectual stimulation, involves behaviors of increasing awareness of problems and challenging followers to view problems from new perspectives.
To date, Bass's four-dimension MLQ model has been widely accepted and used in transformational leadership research, and the model's construct validity and predicative validity were confirmed in a number of empirical studies (Avolio, Bass, and Jung, 1999; Bass, 1997; Bass and Avolio, 1996) . However, its content validity and construct validity were questioned in other empirical studies (Carless, 1998; Den Hartog, Van Muijen and Koopman, 1997; Tejeda, Scandura and Pillai, 2001 ). For example, Carless undertook an Australian case to investigate the discriminant validity of transformational leadership behavior, as measured by the MLQ. On the basis of goodness-of-fit statistics to test various models, she concluded that the subscales of the MLQ are highly correlated, with a high proportion of variance of the subscales explicable by a higher-order construct, and thus, that 'there is little evidence to support the contention that MLQ measures distinct transformational leader behaviors ' (Carless, 1998) . In another case, using a Dutch translation of the instrument, Dutch researchers Den Hartog, Van Muijen, and Koopman, attempted to test the factor structure of the MLQ. They reported a structure comprising a transformational, a transactional, and a laissez-faire factor, but they did not separate dimensions of transformational and transactional leadership (Den Hartog et al., 1997) . Tejeda, Scandura and Pillai tested the validity of MQL using four samples of managers, and the data failed to support the hypothesized structure of the MLQ. However, a reduced set of items from the MLQ appeared to show preliminary evidence of construct and predictive validity (Tejeda et al., 2001 ). Using a sample of 149 managers, Li and Shi tested MLQ's construct validity in China, but the result of confirmatory factor analysis (CFA) was not satisfactory (Li and Shi, 2003) . Due to inconsistent results with MLQ, some scholars began to develop new transformational leadership questionnaires. For instance, Alimo-Metcalfe and Alban-Metcalfe redefined the dimension of transformational leadership through grounding technique in UK, and designed a new transformational leadership questionnaire, which was totally different from Bass's MLQ (Alimo-Metcalfe and Alban-Metcalfe, 2001 ).
Embedded in a social influence process, leadership exists all around the world. However, the notion and the construct may vary from one another through different cultures (Hofstede, 1993 (Hofstede, , 2000 . With more than two thousand years a history, China possesses some unique traditions of her own. According to Hofstede (Hofstede, 1993) , China is a country with high power distance, high collectivism, high concern of long-term result, and under deep influence of Confucianism which advocates social harmony and especially think highly of harmonious interpersonal relationship, even in the managerial process. Moreover, China is in a transitional period from a planned economy to a market economy. We may share many aspects of leadership process in common with the West, whereas China may have its own dynamics and characteristics owing to the existence of the cultural factors. This has been proved by some researches. For instance, in testing PM theory, Ling, Chen and Wang identified another dimension, moral, which is unique in China (Ling, Chen and Wang, 1987; Ling, Chia, and Fang, 2000) . Research conducted by Westwood (Westwood, 1997) and Cheng (Cheng, Chou and Farh, 2000) has demonstrated that, one unique style of Chinese enterprise leaders is paternalistic leadership. Shi, Wang and Li conducted a series of research on the competency model of managers in both domestic state-owned and private-owned enterprises (Shi, Wang and Li, 2002) . Differences in competency models of domestic and western senior managers were also found in these studies. While recognizing and valuing the ground-breaking researches of Bass and his coworkers, and the wealth of other US studies, present studies are more concentrated on finding out whether dimensions of transformational leadership emerging from North American studies are similar to those found in Chinese organizations.
Study one: Results of inductive analysis on transformational leadership
This research adopts an emic and etic approach and the concept of transformational leadership is defined in the light of western research. Inductive method and emic approach are used to explore the aspects that make up of transformational leadership. Similar to the method used by Farh, Zhong, and Organ (Farh, Earley and Lin, 1997) , an inductive approach to identify transformational leadership is used in this paper. This approach calls for gathering descriptions of concrete incidents from respondents and then classifying them into a number of categories by content analysis with an agreement index constructed using multiple judges. This inductive approach is particularly important in cross-cultural research where construct and measurement equivalence cannot be taken for granted.
Step one We presented respondents with a broad definition of transformational leadership based on Bass. To avoid potential biases from their responses, respondents were not provided with any sample items. Each respondent was asked to identify 5 to 6 behaviors and characteristics of managers consistent with the definition of transformational leadership based on their experiences and observations. To ensure the representativeness of sampling, the participants were drawn from seven cities in China, including Beijing, Hangzhou, Xi'an, Guangzhou, Shenzhen, Zhengzhou, and Chongqing. 249 respondents from a variety of industries and companies (to ensure variation) were involved in this study.
Step two The 249 respondents generated a total of 1 276 items (approximately 5.12 items per respondent). All items were transcribed into an Excel file. The first author of this paper plus a Chinese Ph.D. student screened all items based on three criteria: (a) the item must have clear meaning in Chinese language; (b) the item must refer to managers' behavior or characteristic; and (c) the behavior or characteristic is not clearly the feature of transactional leader. In line with the three criteria, a total of 93 items (7.3%) were considered as "non-usable" and eliminated from the item pool.
The meanings of some items identified by the respondents are not univocal, and some items included two different meanings, or even three. Therefore, every item was fully discussed to judge whether it is univocal or not. The ambiguous items were further discussed and then treated by different ways. In order to keep one meaning for each item, some items were moderately adjusted or split. At last, 149 items with double meanings were identified and each was divided into two items, and 19 items with triplex meanings were divided into three separated items. As a result, a total of 1 370 items were collected, each of which had only a single meaning. The two-person screening panel then classified the 1 370 items into categories based on the similarity of item content. After several iterations, they agreed on an 8-category system, as showed in Table 1 , which could classify all 1 370 usable items into mutually exclusive categories. Step three To test the reliability of our designated categories, three Chinese Ph.D. students were invited to serve as test judges. All judges went through a three-hour training session in which they were taught to be familiar with the definition of each category and then tried out some practice items. First, we asked the three judges to read the categories name and representative items carefully, and discuss these items fully with us. Then, eight items were picked out from each category, totally 64 items from eight categories, with which we trained the three judges to classify these items correctly into designated category. After training, another eight items were picked out from each category, totally 64 items, and assembled randomly. The three judges were asked to reclassify these items, and they were allowed to discuss during this process. We looked on and gave them some advices when necessary. Finally, 64 items were classified into designated category.
Upon completion of the training, the judges worked independently to classify the other 1 242 items into the 8 categories. Since each item in the pool was classified by three test judges independently, there were four possible outcomes: (a) full agreement-all three test judges classified the item correctly into its designated category; (b) two agreements-two of the three judges classified the item correctly; (c) one agreement; and (d) zero agreement. Table 2 shows that 71.6% of the items were classified exactly the same way as the researchers had intended, 13.9% had two agreements, and 14.6% had one or zero agreement. It means that 85.5% of the items (approximately 1 061 items) classified by two or more judges were exactly the same as the researchers'. The result confirmed the validity of the researchers' classification. Hereby, Chinese transformational leadership consists of eight categories of behaviors or characteristics, and they are leading by example, dedication, morality, charisma, articulate vision, intellectual motivation, individualized consideration, and high performance expectation. For each of the eight dimensions developed in the inductive research, the first author and a Chinese Ph.D. student compiled eight items for each dimension. In order to ensure the content validity, eleven professionals including the second author, three post doctors, three Ph.D. students, and four master students were invited to discuss each item according to the content of each dimension. First draft of transformational leadership questionnaire was compiled with six items remained in each dimension, considering the content validity, words description, and in consistency with the common usage. Six employees from some enterprises in Beijing were surveyed, and then interviews were conducted with these employees respectively to gain some advice. After several discussions, we had got the transformational leadership questionnaire with 48 items. Respondents were asked to indicate on a 5-point scale the extent to which the items had described the behavior or characteristic of their direct report. The scale ranges from 1 (strongly disagree) to 5 (strongly agree).
Research sample
Respondents in this study consisted of part-time graduates from several continuous education on human resource management or managerial training course, and employees from companies. All questionnaires were distributed and collected in class or during meeting. In total, 490 questionnaires were distributed out and 447 questionnaires were returned, 431 of which were valid after deleting those with too much blank or obvious bias. The respondents included 160 men (37.1%) and 237 women (55.0%); 197 (45.7%) of them were below 30 years old, 180 (41.8%) were from 31 to 40, and 22 (5.4%) above 41. 29 respondents (6.7%) had a college diploma or below, 254 respondents (58.9%) had bachelor's degree, and 121 respondents (28.1%) had higher degrees.
Procedures
All part-time graduates filled out the survey in class, and returned the questionnaire upon completion. Employees from companies, assembled by human resource departments, filled out the survey during meeting time and also returned the questionnaire on the spot. It was assured that the results would be kept confidential and used only for research purpose. When all the questionnaires were returned, the invalid ones with too much blank were deleted. Statistic analysis was carried out thereafter.
Statistic analysis
Exploratory factor analysis (EFA) was used to determine the structure of the transformational leadership questionnaire. Besides, the Cronbach's Alpha of each dimension was also calculated. All statistic analyses were carried out with SPSS 11.0.
Results

Results of exploratory factor analysis (EFA)
Exploratory factor analysis (EFA) (principle component with varimax rotation) was performed to identify the dimensions of transformational leadership. Three criteria were used to judge whether an item should be retained: 1) Eigen value should be larger than 1; 2) items with high loadings (above 0.50); and 3) no high cross loadings (where the loading difference is larger than 0.35). Through several steps, a 4-factor construct of transformational leadership was obtained, accounting for 64.05% of the variance, with four Eigen values more than 1. Each item loaded highly on respective factors, ranging from 0.51 to 0.95, and there were no items with heavy cross loadings. There were eleven items loading on the first factor, including dedication, setting oneself an example to others, sacrificing self-interests, doing what you promised, and being severe with oneself and lenient towards others and so on. We named this factor as moral modeling. There were eight items loading on the second factor, including depicting future for employees, making employees understand what is going on of this company or unit/department, setting objectives and pointing out direction for developing, interpreting the meaning of his work and so on. We named this factor as articulate vision. There were also eight items on the third factor, including competent in operations, open-minded, conscious in innovation, willing to make a hit in his career, devotion in his work, setting high level of working standard for oneself and so on. We named this factor as charisma. There were seven items loading on the forth factor, including consideration for employees' actual situations, creating developmental environment for employees, caring about employees' development, family and life and so on. We named this factor as individualized consideration.
It should be noted that four categories in the inductive research, namely, dedication, leading of examples, high performance expectations and intellectual stimulation did not appear as specific dimensions in Study 2. There were several explanations for this. First, most items of dedication and leading of examples loaded on the factor of moral modeling, a few items of which either had high cross-loading or factor loading less than 0.50. Second, some items of intellectual stimulation loaded on the factor of charisma, some loaded on individualized consideration, others either with high cross-loading or factor loading less than 0.50. It seems that Chinese tend to perceive intellectual stimulation of leaders as charisma or intellectual stimulation from their leaders. Third, most items of high performance expectations had high cross loadings with other dimensions, except a few items loaded on articulate vision. All of the six items are ruled out throughout the EFA process. It seems that high performance expectation is not an independent dimension of transformational leadership in China.
To make the questionnaire more manageable for subsequent research, we constructed a 26-item transformational leadership questionnaire (TLQ), by selecting eight items for moral modeling, six items for charisma, articulate vision and individualized consideration with the highest factor loading from each factor. exploratory factor analysis (EFA) of data was conducted again to all the remaining items. Table 3 presents the EFA results of the transformational leadership questionnaire. Four dimensions with 26 items are obtained. Factor loadings with all the items are above 0.55. There are no items with heavy cross loadings. The four factors explain 65.64% of total variance. All of the internal consistent coefficients are above 0.86. These results indicate that the questionnaire has good reliability. In summary, through the inductive research and scale development study, a construct of transformational leadership with four dimensions is obtained, and the four dimensions are moral modeling, charisma, articulate vision, and individualized consideration. 
Measurement
Transformational leadership The transformational leadership questionnaire developed in Study 2 was used. Respondents were asked to indicate on a 5-point scale the extent to which the items had described the behavior or characteristics of their direct manager. The scale ranges from 1 (strongly disagree) to 5 (strongly agree).
Job satisfaction Job satisfaction was measured by a six item scale taken from Tsui, Edgan and O'Reilly Iii (Tsui, Egan and O'Reilly Iii, 1992) with some modification. A sample item was "I am satisfied with the pay I receive for my job". A 5-point response scale was used ranging from 1, "strongly disagree", to 5, "strongly agree". The alpha coefficient for this scale was 0.78.
Organizational commitment Organizational commitment was measured by a six item scale taken from Meyer and Allen (Meyer, Allen and Smith, 1993 )'s affective commitment scale. A sample item was "I would be very happy to spend the rest of my career with the organization". A 5-point response scale was used ranging from 1, "strongly disagree", to 5, "strongly agree". The alpha coefficient for this scale was 0.78.
Turnover intention Turnover intention was measured by a three items scale taken from Chen, Hui and Sego (Xiaoping, Hui and Sego, 1998)'s turnover intention scale. A sample item was "I often think of leaving this organization". A 5-point response scale was used ranging from 1, "strongly disagree", to 5, "strongly agree". The alpha coefficient for this scale was 0.80.
Leadership effectiveness Leadership effectiveness was measured by a 9 items scale taken from Bass and Avolio (Bass & Avolio, 1996) 's MLQ. A sample item was "Is effective in meeting my job-related needs". A 5-point response scale was used ranging from 1, "strongly disagree", to 5, "strongly agree". The alpha coefficient for this scale was 0.88.
Research sample
Participants in this study were employees from six companies in China. All questionnaires were distributed and collected during meeting time. In total, 520 questionnaires were distributed out and 456 questionnaires were returned, 440 of which were valid after deleting those with too much blank or obvious bias. The respondents included 207 men (47.0%) and 143 women (32.5%), 228 (51.8%) of which were below 30, 57 (13.0%) of which were from 31 to 40, and 28 (6.3%) of which were above 41. 196 respondents (44.6%) had a junior college diploma or below, 134 respondents (30.5%) had bachelor's degree, and 21 respondents (4.8%) had higher degrees.
Procedures
Employees from all companies, assembled by human resource departments, filled out the survey during meeting time and returned the questionnaire when completed. It was assured that the results would be kept confidential and used only for research purpose. When all the questionnaires were returned, the invalid ones such with too much blank were abandoned. Statistic analysis was carried thereafter.
Statistic analysis
Cronbach's Alpha, item-total correlation and the change of Cronbach's Alpha after deleting each item were used to analyze the reliability the scales, including articulate vision, moral modeling, charisma, and individualized consideration. Then, confirmatory factor analysis (CFA) was carried out using Amos 4.0. Finally, hierarchical moderated regression analysis was conducted to explore the influences of transformational leadership on job satisfaction, organizational commitment, turnover intention, and leadership effectiveness after demographical variables were controlled.
Hypothesized models
CFA method enables researcher to compare different models to find out which one fit the data better. In this research, we compare the four-dimension model with some other models to explore which model fit the data better. According to Study 1, transformational leadership is a four-factor construct in China. However, we also find that the four factors are interrelated to one another moderately. Is there a possibility that transformational leadership is a single-factor construct? Therefore, we would like to conduct a comparison between the single-factor model and the four-factor model to find out which one fit the data better. See Fig. 1 and Fig. 2 for the hypothesized single-factor model and the four-factor model. represents the first item of Individualized consideration, the rest may be deduced by analogy. Table 4 shows that Cronbach's Alpha of all dimensions range from 0.84 to 0.92, higher than the suggested value 0.70. All items are highly correlated with the total score, and Cronbach's Alpha would not increase when deleting any items. Therefore, the design of Table 5 presents the results of confirmatory factor analysis. Results show that each goodness of fit index of the four-factor model reaches or is close to a general rule of thumb, which means that the four-factor construct was supported by data. However, the goodness of fit index of the single-factor model neither reaches nor is close to a general rule of thumb. Additionally, criteria used to assess a model include the loadings of observed variables on latent variables and on errors. Generally speaking, observed variables should load highly on latent variables and lowly on errors, which means a good model and the relation between observed variables and latent variables is reliable. Table 6 reports loadings of every item on related latent variables and errors in the four-factor model. The loading of every item on related latent variable is comparatively high, ranging from 0.62 to 0.81, which means that every observed variable accounts for related latent variable instead of error. 
Results
Item analysis and reliability analysis
Results of confirmatory factor analysis
Results of hierarchical regression analysis of transformational leadership on criterion variables
Hierarchical regression method was used to explore transformational leadership's impact on job satisfaction, organizational commitment, turnover intention and leadership effectiveness. For each dependent variable (job satisfaction, organizational commitment, turnover intention and leadership effectiveness), we ran initial regressions with the control variables including sex, age, education, job category and job tenure. This procedure was followed by regression with only main effects entered. Table 7 shows that with demographic variables controlled, transformational leadership make new contribution to job satisfaction, organizational commitment, turnover intention, and leadership effectiveness, and Job satisfaction（β）
Organizational commitment（β）
Turnover intention（β）
Leadership effectiveness（β）
Variables
Step one Step two
Step one
Step two
Step (Bass, 1985; Bass and Avolio, 1996) . There are similarities, as well as differences, between our transformational leadership structure and Bass's. Regarding the connotation of four factors in this research, charisma and articulate vision in this research are approximately consistent with Bass's charisma and inspirational motivation. The connotation of individualized consideration in this research is more extensive than Bass' individualized consideration, for Bass' individualized consideration emphasized attention to employees' work and individual development, however, in our research, individualized consideration focus not only on work and individual development, but also on employees' family and life. Difference in considerations for employee between China and western managers is indicated clearly: western managers pay more attention to employees' work category, while their Chinese counterparts pay more attention to their employees' family and life besides work itself. Also, in the west, managers tend not to care about employees' family and life which are considered to be private, while in China, managers tend to care about employees' family and life more comprehensively and considerately. In this study, moral modeling is the unique dimension of transformational leadership in China. There are some characteristics in China's culture background accounting for the differences in the structure of transformational leadership between China and the West. Confucius believed that fostering individual's personality and virtue are the foundation of a society. From a government's point of view, the ethics and modeling effects of superior emphasized by Confucius, and moral principles are used to educate and influence civilians, so that they can be sincerely convinced. Therefore, the best method of governing a country is to set oneself up as a role model for the people, and exert an implicit influence on them. In an ordinary organization, managers should set themselves up as role models for employees, and exert an implicit influence on them, in order to achieve organization's goal and vision. Findings of this research demonstrate Hofstede's point of view again which regards leadership as a social influence process and a ubiquitous phenomenon in every country all around the world, though both of the concept and structure vary with difficult cultures (Hofstede, 1993 (Hofstede, , 2000 . What deserves more attention is the substantial difference in the structure of transformational leadership between West and China, because transformational leadership in China is influenced by cultural background.
Transformational leadership questionnaire was developed in our research through expert discussion. The results of primary exploratory factor analysis (EFA) indicate that transformational leadership is a four-factor construct, including articulate vision, charisma, moral modeling, and individualized consideration. The reliability of every dimension exceeds 0.70. Item analysis further demonstrates that every item of transformational leadership questionnaire highly correlates to the total, and that Cronbach's Alpha would not increase when deleting any items. Therefore, the design of transformational leadership questionnaire is sound and valid. The results of confirmatory factor analysis (CFA) show that four-factor structure is better than single-factor structure, and observed variables load heavily on latent variables while load little on errors, which further confirms the four-factor-construct structure of transformational leadership. The results of hierarchical regression analysis of transformational leadership on criterion variables show significant influences on lob satisfaction, organizational commitment, turnover intention, and leadership effectiveness. Furthermore, different dimensions of transformational leadership do not have the same influence on criterion variables, which demonstrates the discriminant validity and predictable validity of the transformational leadership questionnaire.
As above, we find that transformational leadership in China is a four-dimension construct, and transformational leadership questionnaire is a reliable questionnaire with good reliability and validity. The examination of this construct in China and the development of corresponding measurement will thus have important significance for future theoretical and practical researches.
